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Mental Health at
Work Commitment
A guide to Wellbeing Impact Assessments
in the emergency services

Introduction
The Mental Health at Work Commitment (MHAWC) includes an undertaking
for emergency service organisations to proactively ensure work design and
organisational culture drive positive mental health outcomes.
Creating opportunities for colleagues to feedback when work design, culture and
conditions are driving poor mental health, will help you to reflect how each policy balances
the needs of the individual and the organisation. This guidance is not intended to be a
prescriptive list of actions. It is designed to provide some ideas on how to better
understand the impact that organisational policy and process may have on the
psychological wellbeing of staff - and importantly how to reduce, or better, avoid staff
psychological wellbeing being adversely affected.

What is the purpose of Wellbeing Impact Assessments?
Developing a Wellbeing Impact Assessment will bring a number of benefits. As well as
being more likely to engender staff trust in decision-makers and in the decisions made, a
meaningful commitment to addressing potential impact on staff psychological wellbeing
will challenge the stigma that still exists around mental health.
In addition, it can:
Ensure that organisations understand the potential effects of any policy by
assessing the impacts on the psychological wellbeing of members of staff.
Ensure any adverse impact is identified allowing you to remove or mitigate this.
Ensure policy or decisions are based on evidence, as this provides a clear and
structured way to collect, assess and put forward relevant evidence.
Ensure policy development and decision-making is transparent, as it involves those
affected by the policy.
Provide a platform for partnership working by offering an opportunity for
organisations and staff associations to work together to consider and address the
potential negative impact on staff wellbeing.

When is a wellbeing impact assessment required?
Taking an evidence-based approach will help emergency service organisations ensure that
their policies, practices, events and decision-making processes are fair and do not
disproportionately impact negatively on staff psychological wellbeing. This covers both
strategic and operational activities.
The term ‘policy’ can cover a range of functions, activities and decisions for which
emergency service organisations are responsible, including for example, strategic decisionmaking, training courses, employment policies and standard operating procedures.
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How do we assess the impact on staff wellbeing of a policy,
process or decision?
In cases of new policies or management decisions there may be little evidence of the
potential impact on staff wellbeing. In all cases it is important to make a judgement that is
as reliable as possible. Consultation will strengthen these value judgements by building a
consensus that can avoid obvious prejudices or assumptions.
A robust approach can include:
Clearly documenting the purpose of the policy, process or decision.
Ensuring that staff affected by the policy, process or decision – and their representative
groups – have been involved in the consultation process.
Ensuring potential positive and negative impacts on staff wellbeing are clearly
documented.
Ensuring external expertise and/or experience is utilised to support policy or
process decision-making where appropriate.
Developing and documenting action to alleviate any negative impact on staff
wellbeing.
Developing and documenting plans to monitor the actual impact of the proposal on
staff wellbeing.

Who should be consulted during a Wellbeing Impact Assessment?
Considerations should be given to partner organisations such as Occupational Health
or Employee Assistance Programme providers; staff groups including unions, staff
representatives and staff associations, or appropriately experienced individuals such as
organisational wellbeing leads or wellbeing champions. This list is not exhaustive.

What questions should be asked during the consultation process
to allow valid and accurate assessment?
The following consultation questions could be considered:
Is the purpose of the policy, process or decision clearly set out?
Is there a potential for positive or negative impact on the psychological wellbeing
of staff?
What evidence/data has been used to understand the impact of the policy, process
or decision on the psychological wellbeing of staff?
What are the potential positive and negative impacts?
Where the impact is negative, how can this impact be negated or mitigated?
Where negative impact cannot be mitigated, how is this being communicated with
those affected?
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What are the options after completing the Wellbeing Impact
Assessment?
It is for each organisation to decide the appropriate action.
Suggested options could include:
Where there is no adverse impact on staff psychological wellbeing identified,
consider recording the findings before proceeding as before; or,
Consider stopping the policy or practice because the evidence shows potential
detrimental impact on staff psychological wellbeing; or,
Taking immediate action to adapt or change the policy in a way which will negate or
mitigate the detrimental impact; or,
Proceeding with caution with the policy or practice knowing that it may impact on
the psychological wellbeing of staff, documenting the justification for doing so. This
may apply where adverse impact is identified, however having considered all
available options carefully, there appears to be no other appropriate way to achieve
the aim of the policy or practice.

Is there a pro forma my organisation should use for completing a
Wellbeing Impact Assessment?
It is for your organisation to consider the best approach for assessing how any new or
existing policy may impact on staff wellbeing. For illustration purposes, an example of how
a Wellbeing Impact Assessment may be recorded is included at the end of this document.
It is important to note that this is not the only approach and other options can be
considered. For example, rather than a standalone Wellbeing Impact Assessment, the
organisation may wish to consider integrating the assessment into existing processes,
such as those which currently support Equalities, Human Rights or Privacy Impact
Assessments.
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Example of a Wellbeing Impact Assessment
Provide full name and type (i.e. policy, process, training course, event or decision).
Name of policy, process, training
course, event or decision

Summary of aims and objectives
of the policy, process, training
course, event or decision

Detail of organisations, staff
groups and individual
stakeholders to be consulted

Provide bullets of what outcome is hoped to be achieved through the development of
the policy, process, training course, event or decision.

List organisations (e.g. OHU, EAP), staff groups (include unions, staff representatives
and staff association), or individuals (e.g. organisational wellbeing lead, wellbeing
champion.

Date assessment started

Date document initiated.

Date assessment completed

Date WIA signed off as complete by SRO or equivalent.
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Consultation questions
Yes or No
Is the purpose of the policy,
process or decision clearly set out?

Is there a potential for positive or
negative impact on the
psychological wellbeing of staff?

Yes or No – state if positive or negative.

What evidence/data has been used
Explain and give examples of any additional information used to assess impact (e.g.
to understand the impact of the
absence data, research, existing staff surveys etc).
policy, process or decision on the
psychological wellbeing of staff?
What are the potential positive
and negative impacts?

Provide overview of how the policy, process, training course, event or decision impacts
positively or negatively on the psychological wellbeing of staff.

Where the impact is negative, how
can this impact be negated or
mitigated?

Detail action to address negative impact (e.g. adjustment to the policy, inclusion of
wellbeing support etc).
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Evaluation and outcome
Is there a potential for positive or negative Please provide explanation / justification, including where negative impact cannot
impact on the psychological wellbeing of
be mitigated; how is this being communicated with those affected?
staff?

Decision

Yes / No

Explanation / Justification

No adverse impact on staff psychological
wellbeing identified
Decision to stop the policy or practice due
to evidence showing potential detrimental
impact on staff psychological wellbeing
Immediate action taken to adapt or
change the policy in a way which will
negate or mitigate the detrimental impact
Proceed with caution with the policy or
practice knowing that it may impact on the
psychological wellbeing of staff,
documenting the justification for doing so
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